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Internal Promotion- A Psychological Asset or Debit?i
A study of the effects of leader origin.
Jeffrey Wayne Daum
Louisiana State University
The effects that two different origins of appointed group lead*
ers — internal vs. external—
ior were investigated.

had on group member attitudes and behav

128 undergraduate male students served as mem

bers of 4-man teams working model construction problems under a con
federate leader.

Four treatments were utilized to simulate the fol

lowing situations! (l) promotion of a group member to succeed the lea
der of that groupi (2) promotion of a group member to become leader
of another group) (3) hiring of an outside individual to succeed the
leader of an ongoing group) (4-) no change in cm ongoing group.

In all

treatments the criteria used to determine leadership were not revealed
to participants.

The results indicated! (l) The selection of a member

from within a group to beoome a leader tends to cause the remaining
members to express lower satisfaction and lower levels of non-rewarded
behavior following the change.

Non-rewarded behavior was defined as

volunteering to disassemble the group's project without receiving ad
ditional extra credit points.

(2)

This immediate effect was not evid

ent when an opportunity for rewarded behavior occurred.

Rewarded be

havior was defined as participating in a second session of the exper
iment which received extra credit points.

(3)

Attitude change caused

by a present event can retroactively influence the perception of pre
vious events.

Experimental Ss expressed more negative attitudes as

compered to control Ss on questions pertaining to pre-manipulation
events which ware Identical for both*

The results are discussed in

terms of both the structure of the experiment and the difference
found between rewarded and non-rewarded behavior*
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Internal Promotion- A Psychological Asset or Debit?i
A study of the effects of leader origin.
Jeffrey Wayne Daum^
Louisiana State University
The policy of promotion from within an organization has gained
significantly in popularity in the last decade and a half.

Surveys

indicate that an increase -from 50% in the 1950's to above 90% recent
ly- of all management has come from internal sources (Campbell et al..
1970, Megginson 1963. National Industrial Conference Board 1957. New
comer 1955. and Scientific American 1965)*
However, this trend is not grounded in data from research.

For

example. Campbell et al. (1970) concluded that sufficient empirical
evidence is lacking in support of either the positive or negative as
pects of internal promotion.

The folklore supporting internal promo

tion includes its presumed value in industrial incentive programs, the
shortened training period required, minimised initial search costs,
etc.

Possible negative aspects include the reinforcement obtained for

upward aspirations at the cost of total involvement at one's present
level (Merton 1957).and the possibility of disenchantment with one's
work group and job in general following another member's promotion
(Festlnger 196*0.

In addition, since perceived homogeneity increases

with group interaction (Lott & Lott 1965) the singling out of one of
the group for promotion could result in perplexity to the remaining
members.
Research in related areas has provided several hypotheses which
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can serve as a foundation for understanding promotion's effects.

The

experiments on leadership are relevant in order to understand certain
constants related to "who" is promoted.

These studies have been suc

cinctly reviewed elsewhere (Bass I960, Hemphill 19^9, Hollander Sc
Julian 1970, Mann 1959) and the reader is referred to them for greater
detail.

In general the research has demonstrated that the type of lea

der the individual is tends to be more important than his source of
authority.

The factors that create an effective leader have been both

conceptualized into models (Fiedler 196*0 and linked to employee griev
ances and turnover rates (Fleishman & Harris 1962).
Promotion normally results from or in leadership change.

Sev

eral studies have focused on the disruptive effects of a leadership
change and concluded that,while most changes were initially detrimental,
continuity of leadership could be enhanced by allowing groups to elect
their own successors (Christensen 1953.Cohen and Bennis 196l,Gouldner
195*0.

However Trow (i960) concluded it was the change in the varia

bility of the rate of succession rather than the change per se that
was disruptive to production,
Goldman and Fraas' (1965) study on the effects of leader select
ion techniques found that the method of selection (i,e..whether the
leader was elected by members or appointed by E based on ability or
arbitrarily) has minimal effect on the member's ratings of leader fair
ness, enjoyment of task,etc.

The factors they found to be significant

essentially replicated findings of previous leadership studiest the
type of leadership, the leader's interest in the members, the task and
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so forth.
However, there is an alternative interpretation of the persis
tently reported finding that the leader's origin is relatively insig
nificant,

Since all of the previously cited experinents took their

naasures after the groups had worked under the new leader, the import
ance of his origin could easily have been masked.

Several studies

provide impetus for this interpretation!
Job satisfaction lndlcies have been directly linked to recogni
tion of one's performance (Ross & Zander 1957)and thus appear to be
a relevant factor assuming promotion is perceived as a reflection of
job performance.

While job satisfaction has not been directly linked

with productivity there are indications that dissatisfied workers have
higher turnover and absence rates than satisfied workers (Lawler &
Porter 1967, Smith 1967, Guion 1965).
Further, performance was affected in Bumstein and Zajonc's
(1965) study where they manipulated group member rank (status) and
found a rise in rank resulted in improved performance, while a drop in
rank was followed by a deerease in performance.

A shift in attitudes

of group members resulted when an "lncongruent status hierarchy" was
created by telling Ss they were all of the same ability but then dis
tributing a hierarchy of voting rights.

The members demonstrated an

increase in interpersonal conflict (Exline & Ziller 1959).
The present study attempted to examine the specific effects of
different leader origins on group members.

To avoid the possible mask

ing of the effects caused by allowing the Ss to continue working under
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the new leader, the experiment was designed to obtain Its measures Im
mediately following the leadership change,

Factors such as task, orig

inal leadership style, and group homogeneity were held relatively con
stant across treatments.

Four treatments were utilised to simulate the

following situations! (l) The promotien of a group member to succeed
the leader of that group,

(2) The promotion of a group member to be

come leader of another group.

(3) The hiring of an outside individual

to succeed the leader ef an ongoing group,
ing group.

(4) No change in an ongo

These four treatments were combined to form the experiment

al groups -internal leader origin (#1 and 2)- and the control groupsextemal leader origin or no change (#3 and k).

In all treatments

criteria used to determine leadership were not revealed to the partic
ipants.
Two hypotheses were investigated.

Based on Exline and Ziller's

(1969) finding that the disruption of the homogeneity of a group re
sulted in increased interpersonal conflict, and Ross and Zander's
(1957) conclusion that job satisfaction was directly linked to recog
nition for one's performance, hypothesis 1 isi
If individuals have worked together in a group which is manif
estly homogeneous and then one of its members is appointed to become
a leader without explanation,the remaining group members will express
lower satisfaction on an attitude survey when compared to groups in
which no member of the group was appointed to become a leader or in
which there was no change.
Based on the findings that dissatisfied workers tend to have
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higher turnover end absence rates than satisfied workers (Lawler &
Porter 196?,Smith 1967,Guien 1965), hypothesis 2 isi
If individuals have worked together in a group which is Manif
estly homogeneous and then one of its members is appointed to become a
leader without explanation, the unpremoted members will demonstrate a
decrease in group participation and eventual termination of membership
in the group to a greater extent them members of groups in which no
member was promoted to the position of leader.

METHOD
Subjects!

The subjects Here 128 sale undergraduate students

recruited en a voluntary basis from Introductory level courses at
Louisiana State University,
ticipation.

They received extra credit for their par

The Ss signed up for a specific time segment with four

Ss scheduled in each segment.

Thus 32 one hour groups were obtained

and were randomly assigned into one of four treatments previous to
the experimental manipulation.
Procedure! At a specified time each group of four Ss arrived
at the laboratory and was led by E into a medium size room in which
there were chairs and a rectangular table,and the confederate leader^
(CL) who stood holding and examining some pictures.

The component

parts of an Erector set (model Mark 40 by Gilbert) were placed in an
orderly fashion at one end of the table.
E introduced the group members to CL stating that "CL was a
member of a group like yours which had worked together last week on
the same type of tasks you will be working on today." E then explain
ed that,"the experiment you have volunteered for is part of a research
program in human relations being conducted at Louisiana State Univer
sity.

These sessions are attempting to gain some Information about

specific factors which are related to effective work groups.

Each

group is given a project to build within a specified time period, us
ing the Erector set parts.

CL will go over the project layout with

you and explain what needs to be done to complete the task.

He will

work with you and any questions or problems you have after starting on
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the project should be directed to him.
As Indicated when you volunteered, you will receive extra cre
dit points for participating.

The amount of credit you will receive

depends on how much the group accomplishes and how well you work as a
team.

The maximum credit received will be 4 points for each member

and the minimum will be 2 points.

CL, as your leader and coordinator,

will receive double the individual member points earned.

Now CL will

explain your project to you and your team has 35 minutes to complete
it.H

E then walked to the end of the room and sat down,apparently ob

serving the group.
CL proceeded to pass around copies of the project layout and
explained how some of the structures were to be constructed.

He

briefly demonstrated what had been found to be the easiest method of
assembly.

Then to each member he assigned components to be built

which had been equated for average time involvement3,

Finally he show

ed, using the layout, how the group would work together to assemble
the components to make the completed projects.

The Ss and CL then

started to work.
After 35 minutes E stopped the group and complimented them on
how well they had worked as a team*. He then told them they would re
ceive three extra credit points,

E continued "Now I would like you to

complete one of these brief surveys.

But before that, I want to men

tion that there will be an opportunity for a second session of this
experiment.

The exact time will be scheduled as soon as we know which

time block will be convenient to all group members.

This second ses-

&

sion ist of course, voluntary*

If a member of your group decides not

to continue, a person from another group which also has completed ses
sion 1 will be added to keep your group sise the same*As in
sion just completed,

the ses

the group will be able to earn upto the maximum

of 4 points for each group member with the exception of the leader,
who will earn double the individual member points,H
At this point,the statement differed for each of the treatments*
The no change group (NC)was told,"In the second session CL will contin
ue as your group leader,"

The treatment which simulated the internal

promotion of a member to became leader of the same group (LS) was told
"In the second session

(the name of one of the group's members,se

lected by E randomly) will be your group leader, as CL will be leav
ing."

The third treatment simulated the promotion of a member to be

come leader of a different group (LD) and was told,"In the second ses
sion CL will continue as your leader,but

(the name of one of the

group's members) will leave to be leader of a new group."

The last

treatment simulated the hiring of a new leader from outside the group
(OL) and was told,"In the second session Bob Jackson will be your group
leader as CL will be leaving*

Bob is a member of a group, which just

like yours, has complete session 1."

The remainder of the instructions

was the same for all treatmentst "Now I would like you to take one of
these surveys and go into any of these rooms to complete it.

Vhen you

finish leave both the survey booklet and answer sheet in your room on
the table,

(Pause)

Oh yesi

semble your group's project.

Some brief help will be needed to disas
If you would like to help

(CL or the
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appointed 'new* leader) in disassembling your project, after you com
plete your questionnaire please cone back in here.

If not, just leave

your booklet and answer sheet on your table and leave through these
doors.

Thank you!"
Each member was given the survey and led to individual rooms

which had twe sets of doorsi one leading back to the experimental room
and one leading out into the hall.

The member appointed as leader in

the LS and U) treatments was then debriefed, and told that he would re
ceive an additional 1 point extra credit.

No survey was completed by

same.
E recorded the names of those Ss who returned to help disassem
ble the project.
All Ss were then contacted by phone within a few days.

If they

indicated minimal desire to participate again (a score or 1 or 2 on
question 14) they were debriefed on the experiment over the phone.

If

they indicated a desire to participate again (a score of 3 through 5
on question l4)a time was arranged for the second session.

Upon ar

rival they were debriefed, and received an additional 1 point credit.
If they failed to show up they were called again and debriefed over
the phone.

Thus two behavioral measures were obtained, whether a S

returned to disassemble the project,and whether a S showed up for a
second session of the experiment.
The survey (duplicated in the appendix) used to obtain the de
pendent measure 'satisfaction' was composed of 19 questions plus 4
semantic differentials.

The questions were selected to evaluate the
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S's satisfaction within several general areass group unity and cooper
ation, time,equipment and facilities, personal feedback, original
leadership, and leadership selection procedures.

One of the 19 ques

tions was related to the behavioral measures In that it asked for the
subject to rate his degree of willingness to participate again.
questions were rated on a five point scale by the S,

All

Two scales were

provided,one ranging from "l.To a very little extent" to "5»To a very
great extent", and one ranging from "l.Very dissatisfied" to "5«Very
satisfied,"

Each scale covered certain questions.

The semantic dif

ferentials had six point scales for each of the adjective pairs.
Some questions used were modified from questionnaires developed by
Fiedler (1964) and Likert (1972).
Two different experimenters^(E i and E 2) were used to minimize
potential demand characteristics.

Further the CL was 'blind' as to

what type of group was being conducted until the actual manipulation
occurred.
The layout for the project is picutred in Figure 1,

Insert Figure 1 about here
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FIGURE 1
Layout of group project

M 2 (2)

700(2)

RESULTS5'6
The results of an analysis of variance between E x and E 2 groups
on each of the 22 survey responses Indicated that there was no differ
ence at a significant level (the combined total probability being «5l)»
For this reason Ex and E 2 groups were combined for all other compar
isons.
Analysis of variance between the control groups- NG and 0L- on
the 22 responses yielded all p values greater than ,05 ,
Analysis of variance between the experimental groups- LS and
LD- on the 22 responses yielded two questions (numbers 5 and 18) which
were significant at the .05 level (with 1 4 28 df),

All other respon

ses yielded p values greater than .05 .
The mean scores of the control groups and the experimental
groups from the survey are presented in Table 1.

All comparisons are

in the direction predicted by hypothesis l.with the experimental groups
being lower than the control groups in expressed satisfaction.

Insert Table 1 about here

A rotated factor matrix was set up using the 22 survey items to
empirically establish factors.
ated 20 of the items.

Six factors ware found which incorpor

The correlation of an included item within its

factor was required to be significant at the ,01 level (30 df,r £,J*487)«
Figure 2 indicates the questions included in each factor along with
each item's r value within the factor.
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Insert Figure 2 about here

Table 2 is a summary of the analysis of variance on factor 1.
No significant overall effect was found for factor 1 (F= 2.71, df 3 A
28).

However L£ was significantly lower than LD (F^ 7.73. df 1 A 28)

with p < .05.

This factor did not support hypothesis 1.
Insert Table 2 about here

Table 3 is a summary of the analysis of variance on factor 2.
There was a significant overall effect for factor 2 (F= 3«09, df 3 &
28, p « . 05) as well as a combined control vs. experimental group effect
(Ffe 7«93» ^

1 * 28, p<,0l)in the direction predicted by hypothesis 1,

Insert Table 3 about here

Factors 3 and 4 did not support hypothesis 1, yielding no sig
nificant comparisons at t.he .05 level, and are presented in Tables 4
and 5 .respectively.

Insert Tables 4 A 5 about here

Factor 5 supported hypothesis 1 with overall effects signifi
cant at the p«.01 (ffe 6.55. df 3 & 28).

Similarly, the combined con

trol vs. experimental groups comparison was significant in the predic
ted direction at the p < .01 (Ffe 14,69, df 1 A 28).
is presented in Table 6.

A summary table

14

Insert Table 6 about here
Factor 6 supported hypothesis 1 Kith overall effects signifi
cant at the p<.01 (Ffe 4,80, df 3 & 28),

Similarly, the combined con

trol vs, experimental groups comparison was significant in the predic
ted direction at the p<,01 (ifc* 10,41, df 1 & 28).

A summary table

is presented in Table 7,

Insert Table 7 about here

Combined means on the factors are presented in Table 8,

Insert Table 8 about here

A Hotelling-Lawley's Trace was carried out on the six factors
and indicated a significant overall treatment effect in support of
hypothesis 1 (F^s 1,958, df 18 & 65, probability of 0,0256),
In the first behavioral measuret 3 members out of 32 in the NC
treatment, 3 members out of 32 in the 0L treatment, 9 members out of
24 in the I£ treatment (appointed leaders not included),and 10 members
out of 24 in the IJD treatment did not return to help disassemble the
group's project,

A chi square test of significance indicated the ex

perimental groups had a significantly lower rate of return at the
p <.001 (1 df)•

These results were as predicted by hypothesis 2,

Question 14 from the survey,which asked for the subject to
indicate his desire to participate again in the near future, yielded
no significant difference in overall or partial comparisions,

10 con
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trol Ss out of 6k, and 7 experimental Ss out of k8 (does not Include
the 16 Ss designated as leaders)did not wish to participate again.
The second behavioral measure, whether Ss actually showed up for a
scheduled second session when they said they would, did not yield any
significant overall or partial comparisons*

9 of the possible 5k re

maining control Ss,and 5 of the kl remaining experimental Ss did not
show.

These results did not support hypothesis 2,
An attempt to give psychological meaning to the empirical fac

tors by a tentative set of comprehensive labels Is presented In Figure
2,

However It Is Important to note that such factor designations are

Idiosyncratic to the particular Items from which they were derived.
Thus the author feels It Important to demonstrate the replicability of
these factors using the same questions as a precondition to confidence
In those factor designations presented In figure 2,
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FIGURE 2
LABELING OF EMPIRICAL FACTORS FROM QUESTIONNAIRE
Factor li SATISFACTION WITH GROUP PROCESSES
-To what extent are the activities of the group sensibly organised?
(^.67)
-How satisfied are

you with your group's productivity? (p =.79)

-How satisfied are you with the work you had to do?(p=,68)
-In general,how satisfied are you with persons in your work group?
(S*.5*0
-In general,how satisfied are you with your original leader? (5 =,78)
Factor 2 1 INTERACTION PROCESSES (in conjunction with LEADER SELECTION)
-How friendly and easy to approach are the persons in your work group?
(r*= -,69)
-When you talk with the group leader, to what extent does he pay
attention to what you are saying? (r= -.70)
-To what extent are you told what you need to know to do your job in
the best possible way?
-To what extent is

-.73)

thenost capable aeaber selected to be leader?

(r* -.55)
-How satisfied are you with the procedures used to select a leader
for session 2? (p= -,^8)
Factor 3« EVALUATION OF JOB PARAMETERS
-To what extent are the tools and parts supplied adequate and efficient
to accoaplish the tasks? (5 = .91)
-To what extent are the assigned group goals reasonable? (r= .4-9)

-To what extent is recognition given when you have done a good job?

(n®

M)

Factor

CAPABILITY RATING

-Please rate your group on the following adjective scales (r= .7*0*
competent-incompetent
self-assured— hesitant
eff icient— ineff icient
superior— inferior
-Please rate yourself on the following adjective scales.* . 7 8 )
-Please rate your estimate of your leader for session 2 on the follow
ing adjective scales..(»= ,69)
Factor 5» GROUP COHESION
-To what extent is the most capable member selected to be leader?
(r* -.55)
-How much do persons in your work group encourage each other to give
their best efforts? (p = -.53)
-To what extent have cooperation and teamwork been developed in your
group? (r= -.87)
Factor 6t EVALUATION OF LEADER FUNCTION
-To what extent are time and facilities used to the best advantage?
(£= .5*0
-To what extent are the assigned group goals reasonable? {r= .45)
-To what extent is there freedom from favoritism?

.77)
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TABLE 1
MEAN SCORES OF CONTROL VS. EXPERIMENTAL GROUPS ON THE QUESTIONNAIRE
Question

NC & OL

LS & LD

1

3.08

2.66

2

3.70

3.37

3

4.06

3.74

4

4,64

4.44

5*

4.15

4.07

6

4.32

3.89

7

4.20

3.95

8

4.40

4.29

9

4.25

3.93

10

3.17

3.10

11

4,14

3.81

12

3.71

3.32

13

4.20

4.15

15

4.50

4.41

16

4.65

4.52

17

3.52

3.26

18

4.31

3.97

19

4.48

4.36

20

4.91

4.72

21

5 M

5.25

22

4.71

4.68

23

4.86

4.71

19

TABLE 2
ANALYSIS OF VARIANCE ON FACTOR 1

Source

df

MS

Treatment

3

4.84

28

1.79

NC,OL x LS.LD

1

4.50

2.51

NC x OL

1

2.13

1.19

LS x LD

1

7.73

4.32*

Error

*p< ,05

2.71
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TABLE 3
ANALYSIS OF VARIANCE ON FACTOR 2

Source

df

MS

Treatment

3

6.5^

28

2.12

NC.OL x I£,LD

1

16.82

7.93

NC x OL

1

•y*

0.16

LS x LD

1

2.89

1.37

Error

*P< .05
**p < . 0 1

3.09

**
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TABLE 4
ANALYSIS OF VARIANCE ON FACTOR 3

Source

df

MS

■asat
F

Treatment

3

1.26

1.48

28

0.85

NC,0L x LS,LD

1

1.62

1.91

NC x OL

1

0.31

0.37

LS x LD

1

1.90

2.24

Error
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TABLE 5
ANALYSIS OF VARIANCE ON FACTOR 4
Source

df

MS

Treatment

3

1.29

28

1.73

NC.OL x LS.LD

1

2.00

1.16

NC x OL

1

1.08

0.63

LS x LD

1

0.58

0.34

Error

0,75
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TABLE 6
ANALYSIS OF VARIANCE ON FACTOR 5

Source

df

MS

Treatment

3

4.70

28

0.72

NC.OL x LS.LD

1

10.58

NC x OL

1

1.39

1.94

LS x LD

1

2.25

3.14

Error

**P< .01

6.55**

14.69**
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TABLE 7
ANALYSIS OF VARIANCE ON FACTOR 6

Source

df

MS

Treatment

3

4,45

28

0.93

NC,OL x IS,ID

1

9.68

10,41

NC x OL

1

3.24

3.49

LS x ID

1

0.77

0.83

Error

aaB B H H aescaaaacB H B B

p < .01

4.80

**

TABLE 8
MEANS ON FACTORS DRAWN FROM QUESTIONNAIRE

N

Troataent

Factor 1

Factor 2

Factor 3

Factor 4

Factor $

Factor 6

16

NC & OL

22.08

20.26

11,49

19.87

10.48

12.51

16

LS & LD

21.31

18.88

11.04

19.34

9.34

11.43

to
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DISCUSSION
Based en the consistent trend of the experimental groups being
lower than the control groups on expressed satisfaction, and on the
overall significance at the ,05 level of the established factors In
the same direction, it appears that in the present study being a mem
ber of a group in which one S was appointed to become a leader was
less satisfying than being a member of a group with either no leader
change or an outside leader change.

Further, the data indicate that

when there was an opportunity for helping the leader and possibly
other members disassemble the group's project, members of experimental
groups were less likely to return to help.
However, no significant difference between experimental and
control groups was found either in terms of volunteering to partici
pate again in a second session with a similar task, or in actually
showing ep for it.
Factor 1 indicated that being a member of a group in which the
appointed leader was to replace the present leader tended to be less
satisfying than when the appointed leader was to move to a different
group.

While this trend was not statistically supported (with only

3 of the 22 comparisons being significant at less than the .1 level)
the possible negative effect of a promoted person remaining with the
group vs. leaving the group warrants further examination.
Thus, unlike previous studies (Goldman & Fraas 1965) on lead
ership where origin apparently had a uniform lack of influence on the
groups, the present study indicates that a complex effect on both be-
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havlor and attitudes occurs.

In experimental groups, the initial

(short term) effect was decreased satisfaction and a decrease in non
rewarded voluntary behavior (no additional extra credit points earned).
However, at the same time that low satisfaction was being expressed on
the survey, the question pertaining to volunteering again for the sec
ond session which would receive extra credit points, was answered sim
ilarly across all treatments.

Further, the actual rate of return for

the second experiment was not significantly different across all treat
ments.
Two possible explanations for the significance of leader origin
found in this study and not previous studies exist.

The first was ex

pressed earlier in this paper in terms of the possible masking of any
effects by obtaining dependent measures after the Ss had worked under
the new leader.

If one only looked at the combination of the question

of desire to return and the behavioral response of showing up,in this
experiment a similar conclusion to previous studies would be reached—
no apparent effect.

However, there was a very definite effect on both

attitudes and behavior when one considers the measures obtained immed
iately following the change.

It is possible that previous experiments

did not allow Ss to withdraw from the situation or volunteer for addit
ional work, as did the present study.

This could account for the dif

ference in conclusions.
The second alternative lies in the difference found between the
leader's-orlgin-effect on voluntary rewarded and voluntary non-rewarded
behavior.

It is possible for a S to be less satisfied and still want
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to get the additional reward.

This would account for the lack of dif

ference between control and experimental groups in this and previous
experiments.

However, given a situation where work is asked for but

not rewarded the experimental Ss demonstrated their lower satisfaction
by not volunteering to help to the same extent as control Ss.

Again

it is not apparent that this rewarded vs. non-rewarded opportunity
existed in previous experiments.
One factor not mentioned earlier but warranting further discus
sion concerns the questionnaire.

The majority of items on the survey

were assessing retroactive attitude changes.

Assuming a S became less

satisfied as a result of being in an experimental group, and that att
itude change is not retroactive, then only those items specifically re
flecting upon his treatment should demonstrate the lower satisfaction,
i.e..questions pertaining to leadership selection procedures.the lead
er of the second session.etc.

On the other hand if lower satisfaction

is manifest not only on those items.but items pertaining to all the
activities during the previous experiment, attitude change seemingly
has a pervasive and retroactive effect.

In the present study seven of

the questions in the factors found to be significantly lower (factors
2,5» & 6)were of the retroactive type.

This generalizing of attitude

change could prove to be significant in terms of the importance of any
currently displeasing event on an individual's overall feelings.

Fur

ther research is needed to (ademonstrate the consistency of this phe
nomenon and (b)study the parameters governing the duration and extent
of its influence.
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the following conclusions were evidentt
1.

The selection of a member from within a group to become
a leader tends to cause the remaining members to express
lower satisfaction and lower levels of non-rewarded beh
avior following the change.

2.

This immediate effect was not evident when an opportunity
for rewarded behavior occurred.

3.

Attitude change caused by a present event can be retroact
ive and cause changes in the perception of previous events.

This experiment needs to be replicated in an industrial setting
before industrial implications can be justifiably made.

Beth the

generalisability and the duration of the effect are yet to be estab
lished.

What the present study indicates is that there are negative

effects which occur in a situation simulating internal promotion.

It

should serve to establish a necessary concern for further investigation
of a technique as widespread as internal promotion is in industry to
day.
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2I wish to thank Mr,Wayne Momberg for serving as confederate
leader,
3The components were equated for average time required to completion previous to the experiment by Ei,CL,and 16 Ss who were not
participants in the actual study.

In addition it had been at this

time that CL had completely familiarized himself with the various
project details,
wish to thank Mr,Samuel Nelson Craddock,Jr.,for his time
and help as the second experimenter,
5I wish to thank Dr,K.Koonce,Department of Experimental Stat
istics for his tremendous aid in supervising the running of the data
on the computer,as well as for his suggestions and advice,
^The Statistical Analysis System utilized in analysing the
data was developed by Anthony J.Barr and James Howard Goodnight,under
funds from the National Institute of Health,project #FR-00011.
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APPENDIX
L.S.U. RESEARCH PROGRAM IN HUMAN RELATIONS
Small Groups Survey

This survey Is part of a research program in human relations
being conducted at Louisiana State University,

The program is attemp

ting to assess those qualities which are related to effective work
groups.
Your responses to this survey will be held in strict confid
ence,

Your answer sheet will be machine scored and anonymously re

corded by work group.

There are no "correct" or "incorrect" answers

to this survey.
Please look at your answer sheet.

You'll note that next to

each question number on your answer sheet in the first section there
are five numbers.

These numbers will represent your answer to the

question based on the scale presented in the survey booklet preceding
each group of questions.
Carefully X through your choice next to the question number.
Erase any stray marks and/or changed answers.

Please turn to page 2 of this survey booklet and proceed.
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PA6E 2
PLEASE REFER TO THIS SCALE IN ANSWERING THE FOLLOWING QUESTIONSi
SCALEj l.To a very little extent
2.To a little extent
MARK YOUR ANSWERS ON YOUR
3.To some extent
ANSWER SHEET
4.To a great extent
5*To a very great extent
QUESTIONS*
1, How much do persons in your work group encourage each other to give
their best efforts?
2. To what extent have cooperation and teamwork been developed in your
group?
3* Towhat extent are tine and facilities used to the best advantage?
4. When you talk with the group leader, to what extent does he pay
attention to what you are saying?
5* Towhat extent are the activities of the group sensibly organised?
6. Towhat extent Is there freedom from favoritism?
7. How friendly and easy to approach are the persons in your work group?
8. Towhat extent does your leader encourage group members to work as
a team?
9* To what extent are you told what you need to know to do your job in
the best possible way?
10, Towhat extent is recognition given when you have done a good job?
11, Towhat extent are the assigned group goals reasonable?
12, Towhat extent is the most capable member selected to be leader?
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13* To what extent are the tools and parts supplied adequate and effic
ient to accomplish the tasks?
14, To what extent would you be willing to participate in similar tasks
in the future?
PLEASE REFER TO THIS SCALE IN ANSWERING THE FOLLOWING QUESTIONSi
SCALEi l.Very dissatisfied
2,Somewhat dissatisfied
3*Neither satisfied nor dissatisfied
4,Fairly satisfied
5.Very satisfied
QUESTIONSi
15, In generalthow satisfied are you with persons in your work group?
16, In general,how satisfied are you with your original leader?
17, How satisfied are you with the procedures used to select a leader
for session 2?
18, How satisfied are you with the work you had to do?
19* How satisfied are you with your group’s productivity?

PLEASE DO NOT FORGET TO COMPLETE THE RATING SCALES SECTION ON THE
ANSWER SHEET.
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SMALL GROUPS SURVEY ANSWER SHEET
CAREFULLY X THROUGH YOUR CHOICE NEXT TO THE QUESTION NUMBER,BASED ON
THE SCALES PRECEDING THE QUESTIONS.
1. <D(2)(3)(4)(5)

7. (1)(2)(3)(4)(5)

13. (D(2)(3)(4)(5)

2. (1)(2)(3)(4)(5)

8. (D(2)(3)(4)(5)

14. (1)(2)(3)(4)(5)

3. (D(2)(3)(4)(5)

9. (1)(2)(3)(4)(5)

15. (D(2)(3)(4)(5)

(D(2)(3)(4)(5)

10. (D(2)(3)(4)(5)

16. (D(2)(3)(4)(5)

5. (D(2)(3)(4)(5)

11. (1)(2)(3)(4)(5)

17. (1)(2)(3)(4)(5)

6. (0(2)(3)(4)(5)

12. (1)(2)(3)(4)(5)

18. (1)(2)(3)(4)(5)
19. (D(2)(3)(4)(5)

PLEASE RATE YOUR GROUP ON THE FOLLOWING ADJECTIVESCALES BYPLACING
AN X THROUGH THE NUMBER WHICH REPRESENTS YOUR BATING FOR EACH SET OF
ADJECTIVES.
competent -6- -5- -4- -3“ ”2self-assured -6- -5- -4- -3- -2efficient -6- -5- -4- -3- “2superior -6- -5- -4- -3- -2-

-1- incompetent
-1- hesitant
-1- inefficient
-1- inferior

PLEASE RATE YOUR ORIGINAL LEADER ON THE FOLLOWING ADJECTIVE SCALESi
competent -6- -5- -4- -3** "2self-assured -6- -5- -4- -3" -2efficient -6- -5” "4- -3" "2superior -6-- 5- -4- -3- -2—

-1- incompetent
-1- hesitant
-1- inefficient
1- inferior

PLEASE RATE YOURSELF ON THE FOLLOWING ADJECTIVE SCALESi
competent -6- -5- -4- -3” "2- -1- incompetent
self-assured -6- -5- -4—

3- -2—

1- hesitant
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efficient -6
superior -6-

5" -4— ”3- -2- -1- inefficient
-5- -4- -3- -2--- 1- inferior

PLEASE RATE YOUR ESTIMATE OP YOUR LEADER FOR SESSION 2 ON THE FOLLOWING
SCALESt
competent -6self-assured -6efficient -6superior -6-

-5--4— -3- -2- -1- incompetent
-5--4~ -3“ -2- -1- hesitant
-5--4- -3- -2- -1- inefficient
-5- -4- -3“ -2- -1- inferior

YOUR NAMEi.........

TELEPHONE #i

THANK YOU !
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